I. INTRODUCTION
The culture, policy, procedures and the implicit norms followed in an organisation is essential to mould an employee's perception as to whether the conditions facilitate learning at Workplace. (Marsick and Watkins, 1990) [6] . Billett (2004) [1] states that the workplace needs to provide an optimal context for the individual to develop and grow in his job. Tjepkema (2002) [8] defines these learning conditions as"characteristics of the organisation and the individual that enable or hinder learningfrom team members" (Tjepkema, 2002, p. 111 ).
Literature says that there are four main domains of conditions which play a role in the approach to learning of employees, which are personality, circumstances, organizationalculture and climate, and an in-company training system. Personality, e. g. education, age, motivation, etc., and circumstances, e. g. financial situation, family, health, etc., are on theemployees' side and should be also considered when we talk about work place learning even though the company cannot change them.
On the other hand, there is organizational culture and climate which is very important not only for learning and training in companies but also for work. The last domain, an in-company training system and its form, shows the importance that management attaches to training. This paper collates studies that talks about both the environment in the organisation and the personality traits.
Learning conditions are defined as conditions created in the social, material orinformational environment and in the work environment itself by key figures andagents of the labour organisation, and by the employees themselves so that otheremployees can learn (Clauwaert and Van Bree, 2008) [2] .
II. WORK PLACE LEARNING
Workplace learning is a process of acquiring knowledge and skills to improve individual and organizational performances (Hicks, Bagg, Doyle, & Young, 2007) [9] . It is often characterized as formal and informal (Cofer, 2000; Merriam, Caffarella, & Baumgartner, 2007) [10] . Formal learning refers to organized activities that take place in formal educational settings and often lead to some form of official recognition (for example, a degree or certification) (Lohman, 2009; Marsick& Watkins, 1990 ). Examples of formal learning are courses, seminars and conferences (Watkins &Marsick, 1992). Informal learning is defined as activities that are initiated by the employees at the workplace to develop and maintain knowledge and skills (Lohman, 2009) [11] . Informal learning activities include reading, discussion and meeting (Lancester, Milia, & Cameron, 2013; Watkins &Cervero, 2000) [12] There are several factors that are conducive to Workplace learning and several that are inhibitors. Work environment inhibitors refer to any working conditions, practices or situations that can inhibit accountants' informal learning activities (Abdul Wahab et al. 2012 [13] Presence of favourable factors that help in work place learning has also been studied to a great extent and this has been clubbed under the term Learning conditions. The different ways given by an organisation to its employees to foster learning amongst themselves is an important factor that should be studied
III. PERCEIVED LEARNING CONDITIONS AT WORKPLACE
As early as 1965 since the Hawthorne studies, it was studied that individually "perceived"rather than the "objective" work conditions may contribute to the practice of learning at workplace. Organizations can provide a working environment that promotes and encourages opportunities for learning (Marsick& Volpe, 1999).
Lester and Costley (2010, p. 563) note that to foster good WPL, the work environment must be: capable of supporting learner-managed, (and) reflective learning at an appropriate level. It was opined by them that, although at workplace learning opportunities can be created, at times a practical intervention or a gentle push by the superior is required in the right direction. Relationships that foster learning -A willingness to share knowledge, particularly when it is not easily seen or understood and make it easy to comprehend, Determine and provide access to activities that are required for development plus sequence them in a meaningful way, Provide close guidance that will develop professional practice and guard against inappropriate practice, Effective CommunicationEffective communication, a two way process where the message is delivered and received accurately, is essential to facilitate learning. Effective feedback for future development is one where the learner understands the information being given and is willing to act (Price et al., 2010), Motivational Ability -An environment that will motivate learners if it has a culture of learning, provides support for learning at an appropriate level and monitors the learning conditions (Orrell, 2004) , Expert Role models -Role models are those whose behaviours, attitudes, practices are copied by others therefore expert and professional role models are required to demonstrate quality practice (Filstad, 2010).
Clauwaert and Van Bree (2008) dividedthe learning conditions into six categories: work organisation, internal learningnetworks, external learning networks, individual learning coaching, individual work coaching and information systems. This is shown in Table 1 Many other researchers also studied Learning conditions in various contexts and is summarised in Table 2 While several studies bring in various factors, the major commanalities were Communication, Networks, Feedback, Superior`s support and Individuals attitude. Communication refers to the extent to which consulting other departments, holding meetings etc are encouraged. Networks include both internal and external that forms workgroups or teams for debriefing, projects etc or visiting colleagues from other organisations, go as guest speakers etc. By Feedback what is implied is the personal development plan or feedback on a particular work function that is provided by a superior. The extent to which the employee perceives support from the superior officer or management is another common factor (Clarke, 2004; Russ-Eft, 2002).. The individual employees attitude towards learning in terms of commitment, responsibility etc also has been studied as an element in learning conditions ISSN: 2393 -9125 www.internationaljournalssrg.org Page 3 
